This study investigated mediating effects of organizational embeddedness's dimensions (fit, links, and sacrifice) in the relation between perceived career opportunity (PCO) and turnover intention. Using resource theory, the study argues that individuals with high PCO would feel they fit into an organization because career opportunities it provides accord with their career goals. Employees would then be motivated to build social relationships in organizations and, conversely, would feel burdened by leaving the organization, in turn, leading to low levels of turnover intention. Data were collected among employees of various organizations in Jakarta and surroundings (N = 311); these data were analyzed using the mediation technique with the Hayes PROCESS macros on SPSS v. 21. Results showed that fit and sacrifice dimensions mediated the relation between PCO and turnover intention, but the links dimension did not. Links mediated the PCO and turnover intention only when combined with fit and sacrifice. Theoretical and practical implications are then discussed.
Introduction
Employees are the most valuable asset supporting an organization in achieving its goals, so a successful organization must focus on retaining productive employees. Michael Page Indonesia Employee Intentions Report (2015) conducted a study with 500 employees in Indonesia and reported that 72 percent of participants planned to leave their organizations within the next 12 months. Ertas (2015) compared employee turnover of millennials and older generations in United States (US) federal agencies. Results showed that each generation (Baby Boomer, Generations X and Y) has significant turnover differences, that is, millennial workers (Gen Y, born from 1981 to 1999) were more likely to report the intention to leave their jobs than older workers. The present study was conducted specifically on millennial employees because previous research stated that by 2015, millennials would exceed 50% of the total workforce (Dwaikat, Queiri, & Yusoff, 2014) . According to Banister, Meriac, and Woehr (2010) , Gen Y employees had the highest turnover intentions compared to older generations (Baby Boomers and Gen X), that is, 31% versus 24% (Ertas, 2015; Tramonte, 2012; Hisham, Queiri, Yusoff, & Zakaria, 2013) .
Employee turnover, especially voluntary turnover, negatively impacts organizations because they have invested money, time, and effort to develop their employees (Bravo, Kraimer, Liden, Seibert, & Wayne, 2011) . Aamodt (2010) stated that employee turnover could cost an organization about 1.5 times the salary, which is divided into two, that is, visible costs (e.g., advertising, employment agencies, recruitment fees, salaries) and invisible costs, (e.g., level of organizational productivity due to vacant positions). The best predictor and main triggers of actual turnover are turnover intentions (Allen, Moffitt, & Weeks, 2005; Griffeth, Hom, Lee, & Mitchell, 2012; Henneberger & Sousa-Poza, 2004) . Therefore, this study focuses on turnover intentions, which indicate the possibility of changing jobs for a certain period of time (Henneberger & Sousa-Poza, 2004) . Because of employee turnover risks, described above, organizations need to identify factors that affect turnover intention, so they can prevent voluntary turnover conditions (Born, Oostrom, Purba, & van der Molen, 2016) . Previous research on turnover intention has identified many factors: among others are demographic predictors (age, gender), work-related predictors (stress, burnout, career, job demand), attitudes and perceptions (job satisfaction, organizational commitment, job embeddedness, perceived career opportunity), and work environment predictors (Hisham et al., 2013; Jiang, Liu, Mitchell, McKay, & Lee, 2012; Kao & Kim, 2014; Bakker & Schaufeli, 2004) .
This study focuses on perceived career opportunities (PCO) as a predictor of turnover intention for millennials because they value personal development, especially development opportunities that match their career interests (Chi, Gursoy, & Maier, 2008) . This is supported by previous research findings that one cause of millennials' high turnover intention is that their commitment lies in their career itself rather than in the organization (Hisham et al., 2013; Arruda, 2017; Harris, 2016) . Bravo et al. (2011) investigated predictive validity of PCO on turnover, over and above job satisfaction, organizational commitment, career-related perceived organizational support, perceived external job alternatives, and organizational support for development. Our study contributes to the literature by showing the mediating role of job-embeddedness dimensions-fit, links, and sacrifice-on PCO-turnover relations. Bravo et al. (2011) explained that employees might be motivated to maintain high job performance to obtain a future job position that fits their career goals. In other words, when employees feel there are significant career opportunities for them in an organization, they have greater motivation to work for the organization's benefit. Employees' perception of career opportunities in the organization is called PCO, defined as employees' perception of the extent to which job assignments and job opportunities matching their career interests and goals are available in their current organization (Bravo et al., 2011) . The PCO construct differs from other constructs, such as perceived organizational support-career (POS-career), perceived career plateau, and satisfaction with promotion (Bravo et al., 2011) . POS-career, career plateau, and satisfaction with promotion focus on hierarchical career support provided by the organization and its procedural fairness, while PCO does not specifically consider desire for hierarchical promotion. Unlike other career-related constructs, PCO construction is based on the idea that every employee has career goals and interests that might or might not be provided by the organization, regardless of its level of career support, job movement, or the equality of the process of obtaining a particular position (Bravo et al., 2011) . Consistent with the definition, items of the PCO instrument measure the extent to which employees perceive job opportunities within an organization that match their career goals and interests.
Perceived Career Opportunity and Turnover Intention
According to Eisenberger and Rhoades (2002) , when employees perceive that their organization is concerned about their well-being and appreciate their contributions, they likely increase their commitment, loyalty, and performance. Huber (2017) explains that if employees believe that their organization does not have career opportunities aligned with their career goals, they might tend to leave the organization looking for opportunities elsewhere. Erez, Holtom, Lee, Mitchell, and Sablynski (2001) supported the statement with their findings that when organizations provide development support that prepares employees for what they perceive as attractive career opportunities, employees are motivated to stay with their current employer because career opportunities tend to embed employees within the organization. Turnover would represent the sacrifice of a valued outcome related to the employee's career goals. To our knowledge, research examining the relation between PCO and turnover intention is still lacking. Only one study has examined it, Bravo et al. (2011) , who found that employees with high PCO tend to stay with an organization. We used social exchange theory to explain the relation between PCO and turnover intentions. Blau (1964) defined social exchange theory as an exchange activity, tangible or intangible, resulting in benefits between at least two people. Support perceived by employees can be a way of generating social exchange with benefits of reciprocal behaviors, such as high levels of citizenship behavior, job performance, and low levels of turnover intention (Baer, Colquitt, Halvorsen-Ganepola, & Long, 2014) . Applying the theory to our study, we argue that when employees perceive that the organization provides desirable career opportunities, then, as reciprocity, they continue to work there longer. This is supported by previous research that career growth and career-growth opportunities provided by organizations are negatively related to employee turnover intention (Bedeian, Kemery, & Pizzolatto, 1991; Ashkanasy, Lievens, McElroy, Wang, & Weng, 2014) .
The Role of Organizational Embeddedness as Mediator
A previous study found that PCO was predictive of turnover, over and above other job attitudinal and perceptual variables (Bravo et al., 2011) . When employees perceived more career opportunities within an organization, they were less likely to leave. Erez et al. (2001) supported the statement with their findings that when organizations provide attractive career opportunities, employees are motivated to stay with the current employer. Although research examining the relation between PCO and turnover intentions is still scarce, we argue that it is indirect. We use conservation of resource theory by Hobfoll (1989) as the underlying theory in explaining the mediating effect of job embeddedness in PCO-turnover intention relations. The basic principle of COR theory is that a person strives to defend, protect, and build their resources and feels threatened if they lose resources (Hobfoll, 1989) . Resources can be in the form of a state or conditions (e.g., status within the organization), personal resources (e.g., self-esteem), energy resources (e.g., money or time), and object resources (e.g., material assets) (Harris, Kacmar, & Wheeler, 2011) . Therefore, PCO is perceived as organizational resources that employees value and are likely to protect, therefore, embedding employees in the current organization. Erez et al. (2001) defined job embeddedness as the whole of factors that make employees unwilling to leave their jobs. Job embeddedness consists of organizational embeddedness, defined as factors in the organization that attach employees to the organization, and community embeddedness, defined as factors in the community where employees live that encourage employees to stay with the organization (Erez et al., 2001) . This study focuses on organizational embeddedness for two reasons. First, our participants are millennials, and most of them do not have their own houses. Hence, community embeddedness is not relevant to their situation. Second, PCO examines individual perception of the organization, and, therefore, organizational embeddedness is more relevant to our study than community embeddedness.
Three dimensions of organizational embeddedness are critical in attaching employees to work or an organization, namely fit, links, and sacrifice (Erez et al., 2001) . Organizational fit is defined as the employee's felt value, career goals, and future plan consistent with the reality of a career in the organization. Organization links are formal or informal connections between employees and coworkers, such as relationships with colleagues, work groups, supervisors, and so on. Organizational sacrifice refers to the cost and psychological benefits an employee would gain by leaving the organization, such as sacrificing co-workers, benefits, projects, rewards, job stability, and promotion. Most previous research has focused mostly on second-order factors of job embeddedness, in which fit, links, and sacrifice dimensions were measured as one variable. Only a handful of studies separate job embeddedness into its dimensions (Burch, Lee, & Mitchell, 2014) . Lee and colleagues further contended that studying each dimension of job embeddedness is valuable because studies previously found different relations between those dimensions and other variables across studies. Thus, in the present study, we examine the mediating effect of each dimension of job embeddedness.
Previous studies suggested that having personal attributes that fit the employee's job may decrease turnover and that lack of compatibility predicted turnover (Chan, 1996; Bernardin, Dahmus, Johnson, & Villanova, 1994 ). If we apply the COR theory to our study, resources owned by employees are career opportunities that embed employees in the organization because they experience fit or congruency between their personal values and organizational values (organizational fit) (Halbesleben, Neveu, Paustian-Underdahl, & Westman, 2014) . Thus, when employees perceive that an organization provides interesting career opportunities that match their career goals, they feel comfortable with the organization because it is perceived to support their values, career goals, and future plans. This, in turn, leads to low levels of turnover intention. Therefore, we hypothesized the following:
Hypothesis 1: The fit dimension mediates the relation between PCO and turnover intention.
The wider the links the employee has, the more he or she is embedded in the organization (Erez et al., 2001) . High PCO employees tend to be better at establishing formal and informal connections within the organization (organizational links) because they are more active in searching for opportunities (compared to low PCO employees), resulting in more links being established. Thus, when individuals perceive that the organization provides job opportunities that are attractive, interesting, and match their career goals, they are motivated to expand links that can support their career in the organization. The broader the individuals' links, the more difficult for individuals to leave the organization because leaving means they must develop new links within the new organizational environment. Therefore, they have low levels of turnover intention, and we hypothesize the following:
Hypothesis 2: The links dimension mediates the relation between PCO and turnover intention.
Sacrifice explains perceived material costs or psychological benefits that might be lost if the employee leaves the job. For example, leaving an organization means personal losses like losing a colleague, handing over an interesting project, or losing an allowance (Erez et al., 2001) . Employees with high PCO are unwilling to lose their career opportunities if they must leave the organization (organizational sacrifice), thus attaching them more to the organization (Halbesleben et al., 2014) . In other words, when individuals perceive that the organization provides job opportunities that are attractive, interesting, and match their career goals, they feel reluctant to leave the organization because leaving means they must sacrifice valued resources provided by the organization, so individuals become attached to the organization and reduce turnover intention.
Hypothesis 3: The sacrifice dimension mediates the relation between PCO and turnover intention.
Lastly, we argue for a combined mediating effect of fit, links, and sacrifice dimensions in PCO and turnover intention relations. Again, based on conservation resources theory (Hobfoll, 1989) , we hypothesize that-together-fit, links, and sacrifice mediate the relation between PCO and turnover intention. Specifically, we expect that higher PCO would be associated with increased fit, increased links, and increased sacrifice which, in turn, would be related to a low level of turnover intention.
Based on this explanation, we hypothesize the following:
Hypothesis 4: Fit, links, and sacrifice dimensions mediate the relation between PCO and turnover intention.
Methods

Participant and Procedures
Participants in this study were employees born from 1981 to 1999 (Banister et al., 2010) , working in Jakarta and surroundings, Indonesia. We focus on Gen Y employees because they already dominate the organizational workforce and they have the highest turnover intention compared to older generations (Baby Boomers and Gen X) (Ertas, 2015; Dwaikat et al., 2014; Tramonte, 2012; Hisham et al., 2013) . Participants had worked in the organization for at least 6 months because within 6 months, employees are considered to have organizational socialization, and therefore they already recognize the supports provided. Additionally, we narrowed the level of employee education to the minimum of a bachelor's degree or the equivalent because we assume employees who have finished college have a clearer career plan and already know their career interests. Advances in Social Science, Education and Humanities Research, volume 229 We recruited participants with the nonprobability sampling technique because we did not know the exact population number and could not identify anyone who is a member of the population (Forzano, & Gravetter, 2012) . Therefore, we could not be sure each member of the population had an equal opportunity to be selected, thus causing vulnerability to bias. We used convenience and accidental sampling types. In both types, participants were selected based on their availability and willingness to be participants (Forzano & Gravetter, 2012) . We conducted the study with an online survey by directly asking our acquaintances to distribute the survey link to their friends. We also spread the survey with a short message, as an invitation through social media (Line, WhatsApp, Facebook, and Instagram). We ensured participants that their data would remain confidential and that their participation was voluntary.
Of 322 participants who responded, we eliminated 11 from analyses because they did not meet specified criteria. Thus, total participants were 311 (58.2% female). Their mean age was 25.81 (SD = 3.80), and the majority held bachelor's degrees (85.5%).
Measurements
Perceived Career Opportunity was measured using the three-item PCO instrument (Bravo et al., 2011) , which was translated and back-translated from English to Bahasa Indonesia by two bilingual people and reviewed by an industrial and organizational psychologist. The measurement used a 5-point Likert scale (1 = strongly disagree to 5 = strongly agree). An example item is "There are career opportunities within [Company] that are attractive to me" ( = 0.80).
Organizational Embeddedness was measured using the 13-item Organizational Embeddedness scale by Purba (2015) . It contains five items on organizational fit, four items on organizational links, and four items on organizational sacrifice. The measurement used a 5point Likert scale (1 = strongly disagree to 5 = strongly agree). Coefficient alphas were 0.85 for fit, 0.73 for links, and 0.82 for sacrifice. Example items are: "I feel like I am a good match for this organization" (organizational fit); "I interact quite intensely with my coworkers every day" (organizational links); and "If I leave this organization, I will lose structure in my life" (organizational sacrifice). Atan and Purba (2018) , adapted from Mobley's (1978) scale. This measuring tool consists of three items scaled from strongly disagree to strongly agree. The measurement used a 5-point Likert scale (1 = strongly disagree to 5 = strongly agree). An item example is "I will leave this organization" (α = 0.90).
Turnover intention is measured with a scale used by
Test of Common Method Variance
All this study's variables were obtained from the same source (self-report) or using the same method, thus increasing the probability of common method bias, an error due to the method of measurement, not because two constructs correlate (Lee, MacKenzie, Podsakoff, & Podsakoff, 2003) . To avoid common method bias, the questionnaire's preface states that there are no right or wrong answers and guarantees the confidentiality of respondent data. Furthermore, we performed a common method bias test. We used Harman's single-factor test, finding five factors of 19 items that had more than one eigenvalue; it showed that the first factor had 37.50% of the variance. If the first factor contains more than 50% of the variance, then common method variance (CMV) might cause common method bias. Since this study's first factor was far below 50%, the possibility of CMV affecting this research was very small. We conducted CFA using the Lavaan package ver. 0.5-22 in R ver. 3.2.3 to assess discriminant validity of the study's constructs [37] . We used the following cut-off criteria to assess fit between hypothesized models and data: CFI > 0.95, RMSEA < 0.06, and SRMR < 0.08 (Bentler & Hu, 1999) . Results of CFAs are reported in Table 1 .
Confirmatory Factor Analyses (CFA)
We compared the proposed five-factor model (fit, links, sacrifice, PCO, and turnover intention as latent variables) with alternative models: a one-factor model, in which all items load onto one latent variable and a three-factor model (including organizational embeddedness as unidimensional and PCO as latent variables).
The result showed that the one-factor model did not meet all cut-off criteria, the three-factor model met one of three cut-off criteria, and the five-factor model met all three cut-off criteria (χ 2 (142) = 268.800, p < 0.000, CFI = 0.95, RMSEA = 0.05, SRMR = 0.06). It showed that the fivefactor model is better than the two alternative models; organizational embeddedness (fit, links and sacrifice), PCO and turnover intentions are the five distinct factors in this model.
Results
Table 2 presents all study variables' means, standard deviations, and correlations. We found significant negative relation between age and turnover intention (r = −0.26, p < 0.01). Job tenure had positive significant relation with turnover intention (r = −0.13, p < 0.05). Thus, we controlled for age and job tenure in our further analyses. Furthermore, PCO had significant negative relation with turnover intention (r = −0.56, p < 0.01). PCO also significantly and positively related with fit, links, and sacrifice dimensions (r = 0.62, p < 0.01; r = 0.23, p < 0.01; r = 0.39, p < 0.01; respectively). Finally, turnover intention was significantly and negatively related to fit, links, and sacrifice dimensions (r = −0.63, p < 0.01; r = −0.10, p < 0.01; r = −0.47, p < 0.01; respectively). To test the hypothesis on the mediating effect of fit, links, and sacrifice dimensions in the relation between PCO and turnover intention, serial multiple mediation analysis was conducted. We used the Hayes PROCESS macro on SPSS v.21, a tool that integrates the functionality of existing and published statistical tools for mediation analysis and moderation analysis. We chose this tool because it allowed us to test indirect effects between variables. The test of the mediation model was conducted by applying 10.000 bootstrap samples with a bias corrected confidence interval. Confidence Intervals (CI) determine whether research results are significant. If CI do not include zero, then the effect is significant. Science, Education and Humanities Research, volume 229 Results in Table 3 show that the total PCO effect on turnover intention is negative and significant (total effect = −0.71, SE = 0.06, 95% CI [−0.84, −0.59]). After fit, links, and sacrifice dimensions were included in the model, the direct PCO effect on turnover intentions was still negative and significant (direct effect = −0.33, SE = 0.08, 95% CI [−0.48, −0.18]). Hypothesis 1 stated that fit dimension mediates the relation between PCO and turnover intention. Table 3 also shows that indirect PCO effect on turnover intention via fit dimension is significant (indirect effect = −0.31, SE = 0.05, CI 95% [−0.4184, −0.2251]), supporting Hypothesis 1. Hypothesis 2 stated that the links dimension mediates the relation between PCO and turnover intention. 
Discussion
This study examined the mediating effect of each organizational-embeddedness dimension in the relation between PCO and turnover intention. Our results showed that fit, links, and sacrifice mediated the relation between PCO and turnover intention. These findings align with Hobfoll's (1989) COR theory that a person attaches to an organization to avoid losing valuable resources, in this case, the organization's career opportunities, and then, chooses to remain in the organization (Halbesleben et al., 2014) . Below, we structure our discussion based on hypotheses order.
First, our results showed that fit dimension mediated the relation between PCO and turnover intention. These findings support previous research that when employees' personal attributes fit their jobs, it may decrease turnover (Chan, 1996; Bernardin et al., 1994) . Furthermore, organizational career opportunities that match employee career goals increase employees' feelings of fitness to the organization and decrease turnover intention. Other than that, our results showed that the fit dimension related to turnover intention. These findings support previous research that when employees feel their jobs are not in line with their career goals, they tend to leave the organization (Huber, 2017) . Second, we found that links did not have a significant relation with turnover intention and did not have a mediation effect in the PCO-turnover intention relation; links do not necessarily determine an employee's intention to stay in an organization.
Third, our result proved that sacrifice mediated the relation between PCO and turnover intention. Employees' career opportunities are considered a resource that makes them unwilling to leave the organization (Halbesleben et al., 2014) . This study showed that employees who perceive an organization as providing career opportunities that match their career goals feel burdened by leaving an organization because they must sacrifice their valuable resource (career opportunities).
Interestingly, we found that the links dimension mediated the relation only when considered with fit and sacrifice dimensions. These findings proved our last hypothesis that links and sacrifice mediated the PCO-turnover intention relation. Our study implies that when employees perceive the organization providing support as attractive career opportunities, they feel comfortable working there and are motivated to develop links to other employees. This would, in turn, lead to their reluctance to sacrifice the feeling of fit and links they have developed, and thus, to low levels of turnover intention.
Our study contributes to the literature by showing underlying psychological processes of organizational embeddedness dimensions, namely fit, links, and sacrifice, in the relation between PCO and turnover intention. Furthermore, previous research has rarely considered each dimension of job embeddedness in their relations with other job variables, albeit previous research has found different relations between each dimension of job embeddedness and other variables (Cordery, Gamble, & Tian, 2016) . Thus, we contributed to the literature by showing that each dimension has a different relation with PCO and turnover intention.
We also contributed to the literature by focusing on millennial employees, who were found to have high turnover intention when they feel they have little chance of advancing their careers (Arruda, 2017; Harris, 2016) . As far as we know, this was the first study to examine career perceptions of millennials in Indonesia, and it has deepened understanding of perceptions regarding millennial employees who now dominate the workforce. Although previous research has proven that career development is important for millennial employees, this study specifically showed that in developing careers, the organization should pay attention to whether potential careers match employees' PCO.
Practical Implications
Our research has a few practical implications for organizations. That millennial employees view career opportunities as important can be an organizational consideration, in that organizations should be sensitive to millennial employees' PCO. Thus, as part of HR practices, organizations can create clear career opportunities that match employees' career goals, supporting this process through regular interviews between employees and supervisors or as part of mentoring sessions, in order to understand career goals and opportunities that attract employees. Furthermore, the organization can also conduct job rotation to enable employees to develop knowledge and skills in various work areas to reveal employees' actual interests. Bravo et al. (2011) found that participation in job rotation and job enrichment programs relates positively to PCO. Thus, to retain employees, organizations should offer job rotations that allow employees to learn about possible jobs and develop social contacts across different organizational departments. Ultimately, the organization might conduct a review, if possible, to discover how employees perceived various jobs and their job-field preferences. Thus, the organization can place employees in the field of work that best fits their career goals and provides the right career opportunity.
Limitations and Future Direction
This study has several limitations. All measurements were self-reported, possibly increasing common method bias. However, tests of common method variance showed little possibility of CMV affecting this research. Furthermore, we also showed our study variables' discriminant validity using CFA analyses. However, future research is suggested to collect data from other sources, such as supervisors' evaluations of an organization's career opportunities or by employing temporal separation of data collection in which predictor, mediator, and outcome variables are collected at different times. Another study limitation is the correlational design that limits the ability to confirm causal relations among variables. Future research might consider using experimental or longitudinal studies to ensure causal relations between variables.
Conclusion
This study's result showed that fit and sacrifice dimensions of organizational embeddedness mediated the relation between PCO and turnover intention. Furthermore, this study found that fit, links, and sacrifice dimensions together mediated the relation between PCO and turnover intention. The study contributes to the literature by showing the complete mediating effect of fit, links, and sacrifice dimensions of organizational embeddedness.
